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ABSTRACT 


The conducted research relates to the interest in the personal and professional development of 
the Prison Service officers. The research was carried out using the diagnostic survey method, ap- 
plying the Professional Development Orientation Scale (ZPR) by Gas and the survey respondents 
were 72 officers of the Prison Service from the Lublin Custody Suite and the Penal Institution in 
Siedlce. The results indicate that the surveyed officers obtained a slightly higher average result in 
terms of their attitude towards developing professional competences than their personal characteris- 
tics. The personal variables include education and the job position determine the interest in profes- 
sional development, with the most development-oriented are guards and respondents with second- 
ary education. 


Keywords: competences; personal characteristics; penitentiary system; development 
INTRODUCTION 


Uniformed public services include, among others, the Prison Service. One of 
its tasks, as stated in the Act on the Prison Service, is conducting penitentiary and 
resocialisation actions against convicted persons serving a prison sentence (Act 
of 9 April 2010 on the Prison Service — Journal of Laws 2018.0.1542 — Article 2, 
item 2, point 2). 

According HM Prison & Probation Service in United Kingdom prison of- 
ficers are responsible for the security, supervision, training and rehabilitation of 
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people sent to prison by the courts. To the skills he should have prison officer in- 
clude, among others: strong interpersonal skills, including assertiveness and self- 
motivation, excellent communication and people skills, with the ability to get on 
with a range of people, personal integrity and resilience, leadership potential and 
the ability to take responsibility, team working skills and the ability to learn from 
others, effective decision-making skills, organisational skills, the ability to remain 
calm under pressure, self-confidence and emotional intelligence, physical stamina 
a commitment to quality and awareness of how prisons fit within the wider crimi- 
nal justice system and the community in general (AGCAS, 2019). 

The role of Prison Service officers in the process of social rehabilitation of 
convicted persons is not in doubt, but many factors must be considered for the 
impact to be effective and bring the intended effect. They include those related to 
the workplace, its character, organisation of service, professional preparation and 
qualifications, as well as specific personal characteristics that predispose to fulfil 
the tasks entrusted to the Prison Service officers. 

According to Robert Poklek (2018, pp. 151-152), the professionalism of em- 
ployees of penitentiary units regardless of the division in which they work is as- 
sociated with having knowledge, among others on legal regulations regarding the 
penitentiary system or international standards related to the functioning of the 
penitentiary system (including dealing with prisoners), and should also have skills 
that require adequate response in various professional situations or understand- 
ing of the psychosocial mechanisms of behaviour of imprisoned persons to adjust 
their actions. Moreover, officers are required to have high level of physical fitness 
and skills in the use of direct coercion measures and ethics. In addition to these 
competences, an officer should have communication skills to maintain appropri- 
ate interpersonal relationships, the ability to cooperate and act in accordance with 
the principles of professional ethics. At the same time, the author emphasises that 
it is important for the officers to be convinced of the need for continuous profes- 
sional development. 

The work of penitentiary staff on a daily basis requires establishing and main- 
taining relationships with imprisoned persons or detainees, therefore, social com- 
petences and skills determine the quality of functioning in social situations. 

The research conducted by Gas (2008a, 2008b, 2008c), Poleszak (2008) and 
Porzak (2008) shows that the effectiveness of social rehabilitation measures de- 
pends more on the quality of staff functioning than on introducing subsequent for- 
mal changes, e.g. in work organisation (Gas, 2010, p. 13). 

Research on competence among prison officers was carried out by, among 
others, Boyd and Grant (2005). The hypotheses were that overall competence and 
professionalism ratings would not differ for men and women officers, but that 
there would be differences in how men and women were perceived to perform 
their roles. Women were expected to be rated as more communicative, more em- 
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pathic and less disciplining. The study was conducted among 57 prisoners who 
were to assess the competence of prison officers. The results obtained indicate 
that no significant difference in prisoners’ ratings of overall competence of men 
and women officers. Of the PORS subscales, there were no gender differences in 
Discipline and Control, Communication or Empathy, but there was a significant 
difference in Professionalism, where prisoners rated women as more professional. 

Also research conducted by Whitehead and Lindquist (1989), point to sourc- 
es of correctional officers’ professional orientation (attitudes toward inmates and 
toward interaction with inmates) suggested important individual characteristic 
and organisational condition variables, considered to be determinants of orienta- 
tion. As was true of several other investigations of officers’ attitudes, however, lit- 
tle of the variation was explained. 

Research leading by Farkas (2001) on individual variables that impact cor- 
rectional officer attitudes has focused on how gender, race, education, and the 
age of officers influences their work-related attitudes. Research on the impact of 
organisational variables on officers’ work attitudes have addressed the influence 
of seniority; shift and frequency of inmate contact; role conflict, role stress, and 
job stress; participation in decision making, and job satisfaction. Regarding indi- 
vidual variables, the majority of research shows that age is related to a more posi- 
tive attitude among officers and a belief in the rehabilitative potential of inmates. 
This finding challenges the view that an individual must be young in order to cope 
with the rigors of correctional work. Minority officers had more positive attitudes 
toward working with inmates. Female officers, depending on their approach, en- 
joyed the challenge of working in corrections, held positive attitudes toward the 
inmates, and relied on their interpersonal skills to manage them. Nevertheless, 
female and minority officers reported some difficulties in working with their co- 
workers. Most studies concluded that the longer an officer has worked on the job, 
the greater the interest in rehabilitation and a human service role. Officers who 
feel stressed or conflicted about their role held more punitive attitudes toward in- 
mates (Farkas, 2001, pp. 20-26). 

Therefore, penitentiary staff should have good substantive preparation, i.e. 
professional qualifications that will determine the direction of social rehabilita- 
tion impacts. It is because the organisation of work, management of the employee 
community, regulation of relations between educators and prisoners, level, scope, 
forms and intensity of cooperation with the local community, acceptance of work 
and giving it a proper sense, and rehabilitation professionalism (i.e. the ability to 
diagnose, programming the resocialisation process, or assessment of the course of 
this process, etc.) depend on the employees (Machel, 2007, p. 229). 

However, in order to achieve the set goals, the penitentiary staff should have 
the possibility of continuous professional development, which will be understood 
in this study as “[...] acquiring, developing and implementing in practice profes- 
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sional knowledge about themselves and the world; inter-psychological, interper- 

sonal and social skills; and personal life experiences. Its goal is to achieve pro- 

fessional competence, specified in the form of an ideal professional role model” 

(Gaś, 2010, p. 14). 

One of the models explaining the meaning and sense of professional develop- 
ment is the SMART (Stimulus — Modification — Amplification — Reconstruction 
— Transformation) model developed by Burke and colleagues, which is charac- 
terised by a connection between the individual phases that interfere in the func- 
tioning of the institution (in this case the penitentiary unit). When adopting this 
model of supporting professional development, two dimensions should be taken 
into account: individual, personal and institutional, within which mutual relations 
between providing support and challenging employees are important. The authors 
of the model pointed to the occurrence of four types of relationships within the 
model, namely: 

— ifthe employee has low support and is also not presented with clear chal- 
lenges, then they adopt a passive attitude, do not reflect on their professional 
preparation, which in turn leads to a lack of involvement in activities aimed 
at professional development; 

— ifan employee experiences low level of support, but is accompanied by high 
expectations, then they may feel anxious and threatened, which may result in 
withdrawal from the possibility of improvement; 

— if an employee receives high level of support while there are no clear chal- 
lenges, the consequence is a belief in the rightness and correctness of their 
own professional activities, and thus no need for development and improve- 
ment in their profession; 

— ifan employee receives high level of support and at the same time is accom- 
panied by high challenges, they have optimal conditions for professional de- 
velopment, and also adopt an open attitude to criticism of working methods 
and their possible modifications (Gaś, 2010, pp. 15—17). 


OWN RESEARCH 


The effectiveness of social rehabilitation interactions, as already mentioned, 
depends to a large extent on personal characteristics, professional competences, as 
well as attitudes towards their development. Therefore, the purpose of the under- 
taken research is to determine the demand for professional development of prison 
officers. The following specific questions were asked for the research purpose: 

1.  Whatisthe demand for professional development of the Prison Service officers 
surveyed in terms of personal characteristics and professional competences? 

2. Do the age, education, seniority and position of the surveyed officers deter- 
mine the demand for professional development? 
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A working hypothesis was formulated for the second question. It assumes 
that assumed that the sociodemographic variables included in the research model, 
i.e. age, education, seniority and position, held statistically significantly differenti- 
ate the demand for the development of professional prison officers. 

The studies were carried out individually using the diagnostic survey method 
and survey questionnaire techniques. The research tool used was the Question- 
naire of Professional Development Orientation by Zbigniew Gaś (2004). This is 
a scale that is a modified version of the Professional Performance Characteristics 
by Gaś, which consists in the fact that the respondent estimates on a ten-point 
scale his or her need for educational activities that are directed at improving one 
of the education areas (with the scale from I — a total lack of interest in improving 
of this competence/characteristics up to 10 — very high interest in the improve- 
ment of this competence/traits). There are two scale blocks in the questionnaire, 
each with six areas. 

Block I is related to Personal Features related to the following areas: Positive 
attitude towards oneself, Personal growth and development, Autonomy, Adequate 
perception of reality, Competence in action and positive interpersonal relations. 
In turn, Block II, covers professional competences within which there are: Inter- 
pretative competences, Moral competences, Communication competences, Peda- 
gogical postulates, Methodological competences and Implementation competenc- 
es. In the tool, the author identified three general measures that indicate: the need 
to stimulate the development of personality maturity (ZO indicator), the need to 
improve the level of professional competence (ZP indicator), the need to enhance 
personal resources (GZO indicator). 

The survey respondents were 72 officers of the Prison Service from the Lu- 
blin Custody Suite (40 persons) and the Penal Institution in Siedlce (32 persons). 

The following tests were used in statistical analysis: Student's t-test for inde- 
pendent samples, U-Mann-Withney test and Kruskal-Wallis test for independent 
samples. The SPSS program version 25.0 was used for statistical analyses. Due to 
the small size of the sample obtained research results cannot be generalised to the 
entire population of prison officers in Poland. 


CHARACTERISTICS OF THE RESPONDENTS 


Majority of the study group were men, which is consistent with the distribu- 
tion typical for Prison Service officers. It should be noted that in recent years more 
and more women take up work in penitentiary units. There were 14 women among 
the respondents, which is 19.4% of the total number of respondents and 58 men, 
which is 80.6% of the study group. 

Taking into account the age of the surveyed Prison Service officers, the av- 
erage age is 36 years, with the youngest person being 25 years old and the old- 
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est being 50 years old. Analysing the place of residence of the surveyed people, 
47 people (65.2%) live in the city, and 25 officers in the countryside (34.8%). 
The education of the surveyed officers is another sociodemographic variable cov- 
ered by the study. The most numerous group consists of persons with MA educa- 
tion — 62.5%. Every fourth of the surveyed officers has secondary education, and 
12.5% of those participating in the survey have higher vocational education. 

Analysing the job seniority ofthe surveyed officers, the shortest is of4 months, 
and the longest of 23 years. The average length of seniority of the Prison Service 
surveyed officers is of 9 years, with 45.8% of the respondents with up to 9 years of 
service, while 54.2% of the officers surveyed with over 9 years of service. 

The last of the analysed variables is the position taken. The survey covered 
officers working in two departments, namely penitentiary and security depart- 
ments, because they are people who work on the so-called “first line” with impris- 
oned persons, i.e. they have direct contact with them. Educators constitute 44.4% 
of the surveyed group, while wards and guards make 27.8% of the total. Detailed 
data is presented in table 1. 


Table 1. Sociodemographic variables of the surveyed Prison Service officers 


Demographic data N % 

Women 14 19.4 

Sex 
Men 58 80.6 
Up to 36 years old 44 61.1 

Age 
Over 36 years old 28 38.9 
i City 47 65.3 

Place of residence a 
Countryside 25 34.7 
Secondary 18 25.0 
Education Higher vocational 9 12.5 
MA education 45 62.5 
SE Up to 9 years 33 45.8 
Job seniority 

More than 9 years 39 54.2 
Educator 32 44.4 
Job position Warder 20 27.8 
Guard 20 27.8 


Source: author’s own research 
RESULTS OF OWN RESEARCH 


As already mentioned, the purpose of the research is to learn about the struc- 
ture of interest in the personal and professional development of the Prison Service 
officers. Therefore, average values were determined for individual scales of the 
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Gas Professional Development Demand Questionnaire (ZPR) in the study group. 
Detailed data is presented in table 2. 


Table 2. Declared demand for professional development among the surveyed officers 


Variable Minimum Maximum M SD 
Positive attitude towards oneself 1.00 10.00 6.24 2.54 
Personal growth and development 1.00 10.00 6.69 2.23 
Autonomy 1.00 10.00 6.28 2.30 
Adequate reality perception 1.00 10.00 6.69 2.30 
Action competences 1.00 10.00 6.69 2.46 
Interpersonal positive relationships 1.00 10.00 6.83 2.40 
Total result - personal traits 6.00 60.00 39.17 12.58 
Interpretation competences 1.00 10.00 6.57 2.47 
Moral competences 1.00 10.00 6.53 2.68 
Communication competences 1.00 10.00 6.49 2.56 
Pedagogical postulates 1.00 10.00 6.56 2.24 
Methodological competences 1.00 10.00 6.79 2:33 
Implementation competences 2.00 10.00 6.81 2.24 
Total result - professional competences 8.00 60.00 39.78 13.17 


M — mediana; SD — standard deviation 
Source: author's own research 


The data presented in table 2 show that the surveyed Prison Service officers in 
the field of personal features show the greatest interest in development in the field of 
“positive interpersonal relationships” (M = 6.83), which are understood as a partner- 
ship exchange of mutual understanding, respect and positive emotions. However, the 
smallest interest was noted in the development of a “positive attitude towards each 
other” (M = 6.24), which manifests itself in acceptance of oneself the way we are with 
our own capabilities and limitations. This may indicate that the Prison Service officers 
surveyed are characterised by adequate morale and a sense of self-esteem. 

As for the development of professional competences, the highest average val- 
ues were observed in the scales regarding methodological (M = 6.79) and imple- 
mentation competences (M = 6.81), which may indicate that the respondents per- 
ceived the need to improve organisation of actions that will bring them closer to 
achieving the intended goal based on your knowledge and skills. The lowest de- 
mand for development was recorded in the area of communication competences, 
which may indicate that the respondents perceive themselves as open and accept- 
ing people (M = 6.49). 
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In terms of overall results, the surveyed officers obtained a slightly higher 
average results in the attitude to develop professional competences than their per- 
sonal characteristics (M = 39.78; M = 39.17), which may result from the aware- 
ness of continuous improvement of their work workshop to be able to effectively 
plan and achieve set goals in working with imprisoned persons. 


VARIABLES DETERMINING THE FOCUS ON PROFESSIONAL 
DEVELOPMENT OF THE PRISON SERVICE OFFICERS 


The following sociodemographic variables describing Prison Service officers 
were taken into account in the analyses: age, gender, place of residence, educa- 
tion, job seniority and position (department). 

The use of the t-student test for independent samples indicates that the age 
of the surveyed officers statistically significantly differentiates the demand for 
professional development in terms of the analysed variables as: “adequate per- 
ception of reality” (p < 0.04); “competence in action” (p < 0.04) and “pedagogi- 
cal postulates” (p < 0.01), but it should be emphasised that the Prison Service 
officers of up to 36 years of age are more interested in the development. The 
average results indicate that in the group of officers of up to 36 years of age, the 
greatest interest in the development of personal characteristics concerns “ade- 
quate perception of reality” (M = 7.14) and “competence in action” (M = 7.16). 
Regarding professional competences, the respondents most often want to de- 
velop methodological and implementation competences (M = 7.14), as do the 
respondents who are 36 years old and older. The results obtained on the scale 
of personal traits indicate that officers who are 36 years old and older have the 
greatest interest in developing “positive interpersonal relationships” (M = 6.32) 
and “autonomy” (M = 6.04) (table 3). 

Analysing the variable, which is the place of residence of the surveyed of- 
ficers of the Prison Service, it turned out that it does not significantly differenti- 
ate their demand for professional development. Higher interest in personality and 
professional development was observed in the database living in the village. The 
highest average values were recorded in the scope of developing “competence in 
action”, “positive interpersonal relations”, as well as “moral competences” and 
“implementation competences” (table 4). 

The seniority of the surveyed Prison Service officers does not differentiate 
the overall results in terms of personal characteristics and professional compe- 
tences, however, a higher demand for professional development was observed in 
persons with seniority of up to 9 years (in the analyses presented as the division 
point of the studied group, the average seniority for the entire study population of 
the Prison Service officers was assumed). The analysis of individual components 
of professional competences revealed a statistically significant difference in rela- 
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Table 3. Age and the demand for professional development of the respondents 


Up to 36 Over 36 
Variables years old | years old | test t-Student p 
M M 
Positive attitude towards oneself 6.52 5.79 1.206 0.232 
Personal growth and development 6.93 6.32 1.134 0.261 
Autonomy 6.43 6.04 0.711 0.479 
Adequate reality perception 7.14 6.00 2.093 0.040* 
Action competences 7.16 5.96 2.050 0.044* 
Interpersonal positive relationships 7.00 6.57 0.735 0.465 
Interpretation competences 6.91 6.04 1.477 0.144 
Moral competences 6.75 6.18 0.881 0.382 
Communication competences 6.84 5.93 1.486 0.142 
Pedagogical postulates 7.07 NE) 2.527 0.014* 
Methodological competences 7.14 6.25 1.590 0.116 
Implementation competences 7.14 6.29 1.585 0.117 
Total result — personal traits 40.98 36.32 1.546 0.127 
Total result — professional competences 42.00 36.29 1.824 0.072 
Source: author's own research 


p <0,05 


Table 4. Place of residence and attitudes towards professional development of respondents 


; City | Countryside U-Mann- 
Variables Withney test p 
M M Z 

Positive attitude towards oneself 6.15 6.40 -.119 0.905 
Personal growth and development 6.83 6.44 -.844 0.398 
Autonomy 6.19 6.44 -.114 0.910 
Adequate reality perception 6.77 6.56 -.575 0.565 
Action competences 6.55 6.96 -.509 0.611 
Interpersonal positive relationships 6.74 7.00 -.126 0.900 
Interpretation competences 6.47 6.76 -.376 0.707 
Moral competences 6.28 7.00 -.799 0.424 
Communication competences 6.36 6.76 -.352 0.724 
Pedagogical postulates 6.55 6.56 -.335 0.738 
Methodological competences 6.87 6.64 -.879 0.380 
Implementation competences 6.77 6.88 -.054 0.957 
Total result - personal traits 39.04 39.40 -.245 0.804 
Total result - professional competences | 39.30 40.68 -.355 0.722 


Source: author's own research 
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tion to “competences in methodology” (p < 0.03), which allow defining goals, i.e. 
the desired direction of penitentiary measures and identifying with it. 

Higher intensity of the analysed variable was observed in officers with 
a shorter work experience, probably due to the fact that the respondents had less 
professional experience. Persons who work for up to 9 years in the Prison Service 


are also interested in the development of "adequate reality perception”, “compe- 


tence in action”, “personal growth and development” as well as methodological 
and implementation competences (table 5). 


Table 5. Job seniority and the demand for professional development of the respondents 


Up to 9 years 
Variables 9 years and more 8 a p 
M M 
Positive attitude towards oneself 6.61 5.92 1.141 0.407 
Personal growth and development 7.15 6.31 1.617 0.110 
Autonomy 6.58 6.03 1.013 0.315 
Adequate reality perception 7.15 6.31 1.568 0.121 
Action competences 7.21 6.26 1.660 0.101 
Interpersonal positive relationships 7.09 6.61 0.835 0.097 
Interpretation competences 7.12 6.10 1.773 0.258 
Moral competences 6.73 6.36 0.578 0.081 
Communication competences 7.18 5.90 2.175 0.565 
Pedagogical postulates 7.03 6.15 1.676 0.033* 

Methodological competences 7.24 6.41 1.523 0.098 
Implementation competences 7.21 6.46 1.425 0.132 
Total result - personal traits 41.51 37.18 1.469 0.146 
Total result - professional competences 42.54 37.44 1.660 0.101 


Source: author's own research 
* p<0,05 


The conducted statistical analyses showed that the education of the studied 
Prison Service officers significantly statistically differentiates their demand for 
the development of personal features (p < 0.001). Officers with secondary edu- 
cation showed the highest interest in the development of personal characteristics 
and professional competences, while those with MA education were the least in- 
terested in development. In addition, both people with secondary, higher voca- 
tional and MA education see the need for development in the field of “positive 
attitude towards themselves” (p < 0.03), “autonomy” (p < 0.03), “competence 
in action” (p < 0.02), as well as “moral competences” (p < 0.01). Officers with 
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secondary and higher vocational education are interested in the development of 
“competence in action”, while people with MA education show the need for fur- 
ther “personal growth and development”. When it comes to professional compe- 
tences, people with secondary education are most interested in developing inter- 
pretative and moral competences, people with higher vocational education want to 
improve their communication, methodological and implementation competences, 
while those with MA education — methodological and implementation compe- 
tences (table 6). 


Table 6. Education and the demand for professional development of the surveyed Prison Service 
officers 


Variables Roa 3 a Gm © ox p 
M M M H 
POR sir BR 7.50 6.89 5.60 7.257 0.027* 
wo ia 7.61 6.89 6.29 4.770 0.092 
Autonomy 7.56 6.11 5.80 7.026 0.030* 
Adequate reality perception T12 7.11 6.20 5.943 0.051 
Action competences 7.83 7.44 6.09 7.960 0.019* 
DO 2 ROR 1.94 7.22 6.31 5.604 0.061 
relationships 
Interpretation competences 7.61 6.67 6.13 4.389 0.111 
Moral competences 8.06 7.00 5.82 8.376 0.015* 
Communication competences 7.72 6.67 5.96 5.385 0.068 
Pedagogical postulates 7.11 7.11 6.22 2.211 0.331 
Methodological competences 7.50 7.11 6.44 1.974 0.373 
Implementation competences 7.28 7.22 6.53 1.604 0.448 
Total result - personal traits 46.17 41.67 35.87 8.960 0.001* 
Total result - professional 49.17 41.78 37.22 4.430 0.109 
competences 


Source: author's own research 
* p < 0,05 


The last aspect subjected to statistical analysis is the work position occupied 
by the surveyed Prison Service officers. The obtained results indicate that the sur- 
veyed guards show the highest interest in professional development, while the 
lowest — educators. The application of the Kruskal-Wallis test revealed the exist- 
ence of a significant difference in the result of the general demand for the devel- 
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opment of personal characteristics among the respondents (p < 0.018). The sur- 
veyed guards are most interested in developing “adequate perception of reality” 
(M = 7.85), “competence in action” (M = 7.90), as well as “interpretation skills” 
(M = 7.50), “moral” competences (M = 7.50) and “communication competences” 
(M = 7.40). As far as prison warders and educators are concerned, in terms of per- 
sonal characteristics they need to develop “positive interpersonal relationships” 
and “personal growth and development”, which is understood as the pursuit of 
self-fulfilment and setting long-term goals. In terms of professional competences, 
the surveyed educators want to improve “pedagogical postulates and implemen- 
tation” competences, while the surveyed warders — “moral” and “methodological 
competences”. Detailed results are presented in table 7. 


Table 7. Job position and the demand for professional development among the respondents 


competences 


educators | warders | guards | Kruskal-Wallis 
Variables test p 
M M M H 

Positive attitude towards oneself 5.37 6.75 7.10 6.752 0.034* 
a. F 5.91 | 720 | 7.45 1.676 0.022* 

Autonomy 5.56 6.65 7.05 5.019 0.081 
Adequate reality perception 5.84 6.90 7.85 9.306 0.010* 
Action competences 5.75 7.00 7.90 9.742 0.008* 

ae 6.12 | 7.35 7.45 4.435 0.109 
Interpretation competences 5.69 7.05 7.50 6.812 0.033* 
Moral competences 5.41 7.35 7.50 8.703 0.013* 

Communication competences 5.91 6.50 7.40 3.780 0.151 

Pedagogical postulates 6.16 6.60 7.15 2.176 0.337 

Methodological competences 6.34 7.15 7.15 1.433 0.488 

Implementation competences 6.47 7.10 7.05 1.288 0.525 
Total result - personal traits 34.28 41.85 44.30 8.058 0.018* 

Total result - professional 36.12 41.60 43.80 3.787 0.151 


Source: author’s own research 
* p<0.05 
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DISCUSSION 


When answering the questions formulated in this study, it can be seen that 
the obtained research results indicate that the surveyed officers of the Prison 
Service show quite high interest in professional development in the field of 
personal characteristics and professional competence. Similar demand for de- 
velopment is declared by educators from juvenile detention centres and juve- 
nile shelters who participated in the research conducted by Gaś (2010, p. 21). 
They show the greatest interest in the development of interpersonal relations 
that are visible in the subjective treatment of other people, showing them posi- 
tive emotions, respect and understanding. At the same time, they have the need 
to improve their methodological and implementation competences by deepen- 
ing their knowledge and skills. What should be emphasised is that the surveyed 
officers are least interested in developing moral and communication compe- 
tences, which constitute the basis for working with other people, especially in 
an institution such as a penitentiary institution or detention centre. In addition, 
the respondents show little interest in developing their own autonomy, which 
can be understood due to the fact of working in an institution that relies on the 
existence of official dependencies. 

The variables determining the demand for professional development included 
education and the job position. The statistical analyses carried out showed that the 
lower the level of education, the higher the interest in development, as well as the 
security department employees have a higher demand for professional develop- 
ment than educators who are representatives of the penitentiary department. When 
preparing the training plan for officers subordinated to them, the heads of peniten- 
tiary units should put more emphasis on development of the guards and warders in 
the personal and professional fields, in particular regarding positive interpersonal 
relations, competence in action, moral, communication and implementation com- 
petences. This can contribute to a more efficient fulfilment of entrusted duties, and 
also reduce the risk of occupational burnout. 

Of course, the obtained research results cannot be generalised and refer to all 
Prison Service officers, because they are of pilot research results, however, they 
indicate directions of further research investigations. 

It also seems necessary to formulate precise requirements that should be 
imposed on candidates for work in the Prison Service. It is also necessary to 
consider the internal system of professional functioning assessment in the scope 
of the person's personal features and professional competences. When pre- 
paring the training offer for officers, it should be preceded by an internal de- 
mand diagnosis, which would allow the offer to be adapted to actual needs and 
expectations. 
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Reaching for literature in the field of Prison Services, in particular peniten- 
tiary work, you can find scientific studies on shaping psychosocial competences 
necessary for the officers of the Prison Service in performing the tasks and du- 
ties entrusted to them, relating to the predispositions necessary for the candidates 
for work in penitentiary units and dealing with threats to which the Penitentia- 
ry Service officers are exposed (Łapiński, Markuszewski, 2014; Oppermann, El- 
wart-Szynaka, 2012; Machel, 2007; Lipnowski, 2010; Poklek, 2018). However, 
there are no studies that would recognise the needs of people working on the so- 
called *first line” with detained or imprisoned persons, assuming that in this way 
you can adapt the training offer that will meet the actual needs of the training's 
participants. 

To initiate personal development, it is necessary to assess the existing compe- 
tences and actions taken to develop them. It can be done in two ways, namely by 
the officers’ superiors who will assess the work or by asking the interested parties 
themselves what was done in the presented research. 

The area covered with the presented research is certainly important from the 
point of view of the effectiveness of conducted interactions and satisfaction with 
work that should be felt by prison officers of the Prison Service. 
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STRESZCZENIE 


Przeprowadzone badania dotyczą zainteresowania rozwojem osobowościowym i profesjo- 
nalnym funkcjonariuszy Służby Więziennej. Badania przeprowadzono metodą sondażu diagno- 
stycznego przy pomocy Skali Zorientowania na Rozwój Profesjonalny (ZPR) autorstwa Zbigniewa 
B. Gasia. Objęto nimi 72 funkcjonariuszy Służby Więziennej z Aresztu Śledczego w Lublinie oraz 
z Zakładu Karnego w Siedlcach. Wyniki wskazują, że badani funkcjonariusze uzyskali nieznacznie 
wyższy średni wynik w zakresie nastawienia na rozwijanie kompetencji zawodowych aniżeli w za- 
kresie posiadanych cech osobistych. Wśród zmiennych osobowych to wykształcenie i zajmowane 
stanowisko pracy determinują zainteresowanie rozwojem profesjonalnym, przy czym najbardziej 
zorientowani na rozwój są strażnicy oraz badani legitymujący się średnim wykształceniem. 


Słowa kluczowe: kompetencje; cechy osobiste; więziennictwo; rozwój 


